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Abstract                               
Workplace relationships are influenced by many factors, among which religion is one of the less studied ones, especially in 
former communist countries. The development context of these countries put their people in a unique position, experiencing more 
phenomena at once. People from former communist countries learned what freedom is and what can be done with it in the 
context of capitalism, integration and globalization. They learned how to act as an employee, according to capitalist standards, 
and how to work with and for This paper aims at investigating the attitude of Christian orthodox employees towards working for 
a Muslim employer. This research paper is mostly an exploratory investigation, as the Romanian literature in this area is missing. 
The present work is developed as a qualitative research, based on in-depth interviews with employees that are working for 
Muslim companies established in Romania and active in Bucharest. The results are then discussed within a focus group in order 
to identify the possible reasons behind the responses. The inquiry aims at answering questions as: Is the religion a factor that 
influences the working attitude of the employees? How are working relationships influenced by the difference in religion? 
Keywords: Work relationship, religion, Romania  
1. Introduction  
The literature related to the influence of religion on workplace relationships is continuously developing. Many 
creativity (Noland, 2003; von Bergen, Barlow & Parnell, 2005; Richard, Ford & Ismail, 2006; Randeree, 2009; 
Mellahi and Budhwar, 2011). Others emphasize the role of religion in the decision-making process (Kuzma, Kuzma 
&Kuzma, 2009; Vasconcelos, 2009). When it comes to reli
attitude in a non Western culture (Alserhan, Forstenlechner & Al-Nakeeb, 2010), underlining the importance of 
religious factors that influence the behavior of Western employees in adapting to a non Western environment. Other 
studies investigate moral and ethical aspects of business in relation to Islam, highlighting the ethical dimension 
imposed by this religion (Beekun, 1996). 
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There are some studies concerning the religiosity and job satisfaction (Day, 2005; King and Williamson, 2005). 
These studies reveal that religion is a factor that influences the job satisfaction in a certain organizational context. 
However, studies regarding the influence of religion on workplace relationships in the case of former communist 
countries have been developed as small parts in larger cultural or political studies.  
2. The research methodology 
This research was developed in two phases. The first phase was an in-depth interview based on a semi-structured 
questionnaire. The research questions followed to identify if the difference in religion between the employer and the 
employee influences the working attitude of the employees and how this influence is manifested. The research 
method was inspired by the Employees Attitude Survey and took the form of in-depth interviews with 35 persons 
who work in companies led by Muslim employers.  
There were 10 companies from different fields of activity and of different sizes, as it follows: two companies 
active in the distribution sector (one with 200 employees and the second one with 300 employees), one company 
active in the catering sector (with 15 employees), one belonging to the health system (130 employees), one firm 
active in the real estate sector (8 employees),  one firm active in the metal building sector (70 employees), one active 
in the transport and logistics sector (45 employees), two active in the retail sector (one with 15 employees and one 
with 10 employees) and one active in tourism and hotel services (50 employees). 
There were 25 women and 10 men.  9 graduated high school, 26 hold a university degree. 
The second phase was to comment the results of the in-dept interviews within a focus group in order to interpret 
the meanings of the responses. The focus group consisted of 8 persons, experts and students in psychology. The 
purpose of the focus group discussion was to determine the psychological dimension of the religion in workplace 
relationships. 
The results are quite controversial. The in-depth interviews resulted in the fact that religion has nothing to do 
and that the differences operate at a subconscious level. The reasons that remain behind this paradoxical situation 
may be related to the importance of religion versus the importance of job security, mentality, the communist legacy 
or the awareness of different concepts (religion versus nationality). 
 
3. Findings 
The semi-structured interview was constructed in order to establish the influence of religion on workplace 
relationships. Several aspects were observed during the interviews: how the interviewees perceived themselves in 
terms of religious behavior, how they perceived their employer, how the fact that the employer has a different 
religious affiliation affected the decision to work in a company owned by a Muslim person, how they appreciate the 
differences in religious affiliation as affecting workplace relationships and their general opinion of their employers, 
from the perspective of a person of a different religious affiliation.   
The first question aimed to identify the intensity of the religious-self perception of the interviewees. Most of 
himself as not being religious at all and 5 persons considered themselves as being very religious.  
Asked about their perception on the religious manifestation of their employer, 13 respondents considered that 
religious man or not. 
For the third question, the employees have been asked to discuss about their feelings regarding working for a 
person of a different religious affiliation. Only 4 persons out of the total of 35 said that they had some doubts when 
they accepted the job, but, a
the nationality of the employer. In in-depth conversations with these respondents, 3 of them mentioned nationality as 
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the source of their doubts, but, in fact, those p
person declared that his uncertainties were related to payment and the working environment, not to religion. 
The fourth question was about the discrimination at their workplace. All the interviewees mentioned that they 
never felt discriminated because of differences in religious affiliation. Two persons commented that they felt they 
cultur  
The next question asked persons to explain how religion influences the workplace relationships. All of them were 
quite short in their answer, saying that religion does not influence workplace relationships. 
The next two questions were related to the em
Christian celebrations, on the other for Muslim celebrations. Most of the interviewees indicated their days off as a 
sign of tolerance for the Christian employees. Small presents and messages were identified as forms of recognition 
of Muslim celebration. 
Finally, the interviewees were asked to characterize a Muslim employer (positive aspects and negative aspects). 9 
am not in a position to characterize the 
differentiate people, but their personality does.  
 
Those who characterized the Muslim employer offered pretty much the same features:  
 
Table no1. Features of a Muslim employer 
Positive aspects Negative aspects 
Honest (13 times) Strict (21 times) 
A good businessman (15 times) Undecided (10 times) 
Ambitious (21 times) Supercilious (20 times) 
Smart (10 times) Does not have too much respect for women (5 times) 
Polite (15 times) Can be influenced by others (21 times) 
Generous (7 times) Unforgiving, intransigent (22 times) 
Protective (9 times) Suspicious (21 times) 
Punctual (3 times) Irritable (21 times) 
Fair (9 times) Not punctual (23 times) 
 Concerned about their image (5 times) 
The results of the in-depth interviews have been discussed in a focus group of 8 persons, all psychology students. 
The group was invited to comment on the results. Several aspects emerged from the discussions on the findings 
above.  
conclusions that could be drawn from in-depth interviews were that most of the interviewees are not very religious; 
g 
behavior that a religious person should have; not only in terms of formal conduct, but also in their way of thinking 
or acting. Some of them commented that religion should be considered as being something more of personal 
concern, something intimate and not necessarily 
their employers, the perception is that Muslim employers are more religious than the employees themselves.  
The focus group comments were related to the fact that there is a significant difference between the Orthodox 
Christianity and Islam, and these differences explain, in turn, the differences in the perception of the religiousness of 
employees and employers. This difference resides also in the importance society grants to religious behavior, how 
society reacts to this behavior. It is considered that in Romania people are very tolerant regarding religion, 
especially i
faith. During fasting, for example, it is not unusual to see people eating products which are not allowed according to 
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religious rules and yet nobody reacts to this behavior; it is ignored. Also, it is not compulsory to go to Church on 
Sunday or on any other religious celebrations. In Islam, these aspects are more sensitive and people pay attention to 
religious rules. One comment in particular made during in-depth interview provided some interesting insight and 
was largely debated in the focus group. A person, who worked for a Muslim employer as a maid, said that her 
employer specifically asked her not to tell his Muslim friends, if they come over in his absence, that he does not fast 
and has sexual relationships with a Romanian girl (his wife being in Jordan) during the Ramadan.  
On the other hand, there is a sort of admiration for those that are faithful to their religion, and act according to 
their religious norms. Upon seeing their Muslim employer with his rosary, for example, respondents perceived him 
as being more religious than Romanians.    
Another interesting aspect was related to the fourth and fifth questions. Interviewees were asked to discuss the 
influence of religion on workplace relationships. All the participants responded that religion does not influence 
workplace relationships. Some agreed to offer some details related to their responses (4 participants), mentioning 
that it is probably not related to religion, but to nationality; Arab employers (3 cases) and Turkish employers (1 
case) being considered not to have much trust in foreigners and in women.  
employer. They support the argument in favor of this assumption by restating some of the characteristics of Muslim 
employers underlined: strict, intransigent, suspicious, unforgiving, irritable, and influenced by others. It is not 
improbable for some of the interviewees to think that the research was commissioned by the employer him/herself to 
check their commitment or their true thoughts. Or, the employees, being aware that their employer is sensitive to 
supported by the fact that another sensitive 
the focus group mentioned that the wages paid by Arabs or Turks are not very high, however, nobody mentioned 
among characteristics of an Muslim employer features as stingy or exploiter (only one comment from the in-depth 
 
Another opinion that the focus group expressed was that religion is not such an important issue for Orthodox 
Christians when it is about workplace relationships, so they do not consciously relate behavior with religion. Others 
considered that many of the employees are not aware of the difference between nationality and religion as for many 
Romanians being Arab or Turk is similar to being Muslim, nationality being stronger than religion. In supporting 
this argument, comments from in-depth interviews have been used, there were some respondents that mentioned 
very clearly, as an answer to the eighth question (when they have been asked to characterize a Muslim employer) 
that the characteristics are not related to their religion, but to their nationality. 
There were some members of the focus group that considered the communist legacy as an influential factor in the 
fact that Romanians should not mix religion with workplace aspects. In communism the idea of religious celebration 
was taboo so many Romanians still have this mentality. 
Another idea was that Orthodox Christians are very tolerant; they do not think that religion is so important in 
men converted to Islam and how many Muslim me  
4. Conclusions and limitations of the study 
question whether differences in religious affiliation influence workplace relationships. On the other hand, it seems 
will be kept private, lack of understanding of concepts like religion and nationality, lack of religiousness among 
employees and a certain mentality regarding the importance of religion outside your intimate beliefs 
There are several limits of this study that determine the fact that the results must be interpreted in a qualitative 
way. The study is not representative for the researched population. However, it can be considered as a starting point 
for future researches, more detailed and on a larger scale. Also, the insufficient literature in this field makes it 
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difficult to draw conclusions that can be placed in a rigorous theoretical context. Mostly the lack of Romanian 
literature in this field raised difficulties in appreciating the perception of different religious affiliations when it 
comes to workplace relationships. However, this research paper can be considered a first attempt at investigating 
this aspect, taking into account the fact that in the context of globalization these aspects become more common and 
more present. 
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